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SIEMORANDUN FOR: Executive Divegtor- Comptroller

SUBJECTE Sultability of i sloyees for Overseas Service -Roles
; of the Uverseas Candidate Review Panel and the

REFERENCES 1 (a) Memo dtd 8 June 1964 1 OOCI It 1G, subj: laspector
' General’s Survay of the ffice of Personas)
(specifically Racwtmemimaa_sm. 6 and 13)

{b) Memo dd 8 Sen 1984 g0 DDCI fx A-DD/S, sub);
~ Review of Cases of Bmoloyees Returned from
Overseas Short of Loiapletion of Tour

(c) Memo did ¢ Sep 1964 to DLCI fr DD/P, subj:
Recommendations Nos. & and 13 of the Inspectar
Generzl s Survey of the Olfice of Perssanel

& Meouw did S Nov 554 te F,xDlr~i3amjx & 20/8,
same subject :

i. This memorandum mnu!ns a Wdﬁtiaﬂ for your approval,
Such recommendation i3 contsined I paragraph 5. '

2. 1bave carefully reviewed the referenced papers, particulacly es they
- relate to Reconumendations Nos. 6 aad 13 of the lssector General's Survey of
the Office of Personael dated 5 June 1964, 1 believe that it may be helptul to
review the roles of the existing Agency mechanisms for coordinated svalua-
tioa of the suitabllity of Agency employees. Such a review is contained {n the
attachad paser., , :

3. It weecs clear to me that It was the lateat of the Inspector General to
streagthen the Agency 8 program for evaluating the suitabllity of all employees
scheduled for overseas assigaiment by extending the existing program to include
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all sersonnel who have an employer- employee relaticnshlp with the Agency
rather than Iimit it to staff employees and staff sgents as iz 10w the case.
Further, I belleve thit it was his inteut 1o emsure that post-mortems be con-
ducted on all cases where employees are returned from thely nverseas a5
siznments orior to the completion of a full tour of duty.

4. 1concur in thess abjectives and for the reasons which I bave exslained
oraily to the Desuty Director for Plans, the laspector General, and the
Executive Director -Comptroller belleve that these objectives can best be ac
cumplished by assigniag resyoasibility for the evaluation of suitability «s
follows: Overseas iondidate Review Panel--staff emnioyees, stalf agents, and
Type A cemtract euiiloyees; Agent Pansl (with a>prooriate assistance from the
Supoort services)--career ageats, contract agents, and consultants. However,
in recogaition of the cesponalbility of the Deputy Director for Plans for the
savervision of all employees assigned overseas, the inembershiy of the Over-
sed s Candidate Review Panel ahiould be expandad o ioclude & single, sesior
member of the Clandestine Services who will be designated by the Deputy Di-
rector for Plans and will be particularly well-qualified to deal with the subject
of suitability.

" 5. 1 recommend that Recommendations Koz, 4 and 13 of the Insvector

General’'s Survey of the Dffice of Persoonel dated 5 June 1964 be amended and
assroved as modified by paragrash 4 above,

Zﬁm n.u K. White

L. K. Whits *See note on following
Deputy Director page.

for Support
Ate: Memo dtd 12 Nov 1964 tg DILYS fr D/Pers,
subj: Recommendations Nos. 0 sand 3 of
the lnapector General s Survey of the Dffice
of Personnel, w/aus
CONCUR:
Richard Helmg | Date

Depaty Dirsctar fur Plang
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CONCUR: (Continued)

30 DEC 1964

Johm 5. BEarman - Date
Inepector Ganeral

The recommunendation contalned in paragraph S 1s 3 proved:

(siemed) Tymen B. Kirkpatrick | 81 DEC 195

Lyman B, Kirkpstrick Date
Executive Director-Comptroller

Distribution: ,
D& 1 - D/Perg w/att
2 -~ DD/Pw/att
i - Chmﬂl Agent MW/“‘
i - 10 w/ant
: - BR w/att
2 - DD/S w/att (L w/h)

*The DD/P has suggested, and I agree, it is not necessary that post~mortems be -
conducted in regard to those people who have returned prior to a completion of a
full tour for approved operational or cover reasons. Also, the DD/P may determine
that some staff agent cases are so sensitive that the review should be conducted
by the Agent Panel. Such cases will be few in number and most of the staff agent

~ reviews can be conducted by the Overseas Candidate Review Panel.

a

R. L. Bannerman

L' t
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MEMORANDUM FOR: Deputy Director for Support

B

SUBJECT ¢ Recommendations Nos. 6 and 13 of the Inspector Genere.l'
Survey of the Qffice of Personnel

1. This memorandum is for your information with further reference to
our discussion of subject recommendations and the comments of the Deputy
Director for Plans regarding them.

2. I believe it may be helpful in placing this matter in perspective
to review the roles of the existing Agency mechanisms for coordinated
evaluation of the suitability of Agency employees. Such a review is con-
tained in the attached paper. .

3. I would like to emphasize again the point that the Applicant Review.
Panel, the Overseas Candidate Review Panel, and the Personnel Evaluation
Board should be concerned with suitability determinations' regarding staff
employees and staff agents, as they are now, and regarding Type A contract
employees as well. .Some of the principal reasons for this position are as
follows:

a. The Dlrector of Personnel has been delegated legal authority
for the e.ppmntment of Agency employees whether by excepted appointment
action or by contract. In this connection, he has also been assigned
authority and responsibility for making suitability determinetions.

.y

b. While for a variety of reasons, the Director of Personnel does
not review the sultability of personnel in most contract categories,
the staff-nature of the duties and clearance of Type A contract
employees warrants the same suitability consideration at Agency level
for this category as for staff personnel.

¢. The responsibllity of the Director of Personnel for determining -
the suitebility of individuals for retention in Agency employment is
no less lmportant than his responsibility for making such determinations
for initial employment.

k., In view of the above, I urge that the proposal that staff agents
be removed from the cognizance of the Agency mechanisms for suitability
determinations not be approved and, moreover, that Type A contract employees
be brought within the cognizance of these mechanisms.

5. Regarding the extension of the "post mortem" of cases in which
an employee is returned short of completion of his tour overseas, I believe
that such review is appropriately conducted by the Overseas Candidate Review
Panel. The Panel thus has an opportunity to determine whether their original
judgmen‘t in the case was in error and to improve their effectiveness in
reviewing fubure cases involving proposed overseas assignments. Questions .
which the Panel should raise during its review include the following: -2

\
i

o m-T
) SEQEE k
[ : (%9

X1

i ™™ ! vi T T . .__._

i-

Approved For Release 2004/08/25 : CIA- RDP67 00134R000100080016-4




Lt T ' 4 CARTY
~ Approved For Reldfe 2004/08/25«&@@0%7-00134R00,0080’016-4-

)

SUBTECT: Recommendations Nos. 6 and 13 of the Inspector General's Survey
of the Office of Personnel : <o,

a.;" What deficiencies (if any) did the Panel fail to detect in
this individual? How can the screening process be improved to-
identify these in future cases?

b. What effect should this particular incldent have on the
possible future use of the individual overseas?

. e. Are the circumstances of this incldent such that the Personnel i
Evaluation Board should consider the individual's sultability for
continued Agency employment?

6. Finally, I would like to'state again the view that suitability
determinations are Agency determinations which should be made at Agency
level. After giving due weight to the significance of an employee's
contribution in his career field and to operational factors which may
be involved, questions of suitablility must be determined on the basis of
the Agency's overall interest without the risk of prejudice based on
narrower considerations.

s ‘mmett D. kcholsS
irector of Personnel

N

Attachment: A/S
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e . . m,@ ﬂ . . ATTACHMENT

MEMORANDUM IOR THE RECORD

SUBJECT? Respecﬁive Roles of Applice.nt Review Panel, Oversees Candidate ~
Review Panel and Personnel Eva.luation Board

l. . The abtachmen‘bs hereto set forth for each of the edministrative '
mecha.nisms men‘c:loned above the history, purpose, membership and modus operandi.
Some statistical informa.tion is also included. It _is obvious from a reeding
of the attachments that all three of these mechanlsms ha.ve'_.been in existence |
for subste.nﬁia.l periods of time and have demonatra.te_d their usefulness to the

Agency, Although these three groups have several points . in common, one of.the

- most important relates to.their reviewing employee sultability questions from

25X1

.an Agency, as distinguished from & Cereer Service, point of view.

2-. The Applica.nt Review Panel is & convenient mechanism whereby the DD/S
component s :anolved. in such matters pool their sultability. information on ap-
plicants foz_' employment, with a view to rea._ching & Judgment as to whether there
is something in an individual's record relating to sqitability which should
be brought to the attention of the Director of ?e;'sonnel before 'a final decision
on employment is mede. In most inste.nces'th»e-.informatibn.of ’concefnto the
.Panel is of such & confidentiel or sensitive nectu.fé that any. discldsure outside
.of the Panel itself might be pre,judicial fo.a career with the Agency :even if

the Panel recommended employment without any reservaetions whatsoever.

3. The . Personnel Evaluation Board, which is the lineal descendent .of the -

former Agency. Disposition Board established 1n 1953, has also performed & very

useful service to the Agency in considering end advising the Director of

[XERS
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' SUBJECT: Respective Roles of Applicent Re'view Pa.nel, Overseas . Candidste
Review Pa.nel a.nd Personnel Evaliiation Board

o
\

Personnel regaiding the .»d{'ei)"of'sition',of some of the A;ehcy‘s most difficult .
-suitabiiity, cases. From its inception, it has been. -customary for a represen-
tative of the Career Service conceérned to participate in the deliberations " - |
of the. Board not only to essure. tha:t all pertinent infomation is ‘brought .to
‘bear before a final decision 1is made in a particular case, but alse_-.to assure - b
that the Career Service is aware of pertinent nedical,¢ eecurity, and other . | !
-informetion which impels the Board -and the Direct,or of Personnel to decide
upon & particular couse of action, .In the final analysis, the Personnel Evalu-

ation Boa.rd. is concerned with .the question of tenure with the Agency, and its

deliberations not only have & bearing on whether the- individual must. leave the
AAgency, but also on the manner in which the case 1s disposed of, there'by a.ffecting‘
4_;the interests of all parties concerned, possib]y for a period of years following

_the departure of the individual from the rolls.

b, In- the case of the Overseas Candidate Review Panel, the centra.l
question -‘before:bhe group ig not whether the individual employee sha.ll suffer
| a loss of employment, but simply whether, on the basis of all availsble infor-
mation, he or his dependents are suitable for & particular overseas assignment.
-This involves several implications .which should be clearly understood: . first P ' }'
the Overseas Ca.ndidate Review Panel does not select people for oversess -assign- 4 _' ‘
‘ment » nor does it have 'a.nything_,'to s&y. as to whether a pa;'ticular candidate is |
the right person to send on a particula.r assignment. The Panel is concerned.

solely with the question .of general suitability of a candidate selected by his '

own Career Service for overseas. assignment » 88 .this may be ‘influenced by con-

.. | ‘E‘ii H
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SUBj'ECT: Respective Roles of Applicant Review Panel, Oversesas Uandidate : i
Review Panel and Personnel Evaluation Boa.rd :
-Tidential information on. the individual or his dependents availalble to -the
Office of Person.nel, the QOffice of Security, or the Medica.l -Starf., Ancther
important implication derives from the fact that the'_Pa.nel, in advising the
Director of Personnel as to an individual's :suitability for a pa.rticule.r merseasf ‘
assignment, is in most _'ca.ses not raising the question of the rindividuel's.em_
ployment with this Agency. . Therefore, some of t]_ne information considered by. the‘ ‘ C
Panel may be of sueh a sensitive or confidential nature that 1ts divulgence to
-other.than Panel members might have an adverse affe.ct on the individual's future o
.careexr even though the. Panel decided to interpose no objection to the proposed ‘
assigmment. . Another fairly obvious implication.in regard to the. functioning of
_-the Overseas Candidate Review Panel involves the importance of reviewing: from

.an Agency Vviewpoint those cases resulting in non-completion .of overseas tour, -

The records of the -Office of Personnel show very clea.rlar,- tha:t -there have been
i too many such cases, and -although it 1is impossi‘ble‘ to say that all or even most

of these unsuccessml‘as.signments could have been prevented by closer Overseas

Panel review, these are clearly matters of Agency interest » and not solely
Career Service interest, It is primarily for this reason .that the "post-=mortem"
procedure ‘was deveioped and 1its extension ‘recommended ."by the. Inspector Genersal.
5. From .a procedura.l standpoint, it should be emphasized that any sult-
' ability question . identified by. the Overseas Candidate Review Panel in a pa.rticular
case 1s first brought to the ad:tention of the Director of Personnel, and if in
‘his Judgment the question is of sufficient moment , it is then presented to the

-Head of the Career Service concerned or to. a responsi'ble representative of that

N
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SUBJECT: ﬁespective Roles of Applicent Review Panel, Oversess Candidate
Revlew Panel and Persomnel Evalustion Board
Career Service; Tﬁis is doﬁe on the basis of tﬁe Director of Personnel pro-.“
viding staff assistance in a vexy impbrﬁant area of Agency personnel management
to the Heads Qf Career Services. In no case to date has the Director of |
Personnel attempted to block a proposed overseas asslgnment if the Head of the
Career Sérvice, after considering the suitabilify information presented to'hbm,
decided that on balance it was in the'Agency's Interest to proceed with the
asslgnment and to accept whatever’risks were entalled thereby.

R Finally, it is appropriate to note that on the basis of a rather
careful review of the functions of the Overseas Cendidate Review Panel, %he
Inspector General‘recently moved, to'strengthen this Panel in order +to make it
& more effective Instrument of Agency personnel administration. It is believed
corréct to state that it was the intent of the Inspector General that the Panel
should continue revigwing at least the personnel categories it has béen reviewing;
namely, staff employees-and staff agents. Tt was pointed out to the Inspector
that other persomnel categories involve special considerations which raise
questions of feasibility with regard to Panel review, and that perheps other
arrangements could and should be made to deal with these other categories.

The Inspector General has also endorsed the concept‘of the Panel "post-mortem"
primarily to assure that anything thet can be learned from an overseas case

which turns out uﬁsuccessfully 1s applied through an Agency mechanism to fﬁture

Ccases. ‘
25X1
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APPLICANT REVIEW PANEL

History

The original "Applicant Review Panel" was established 15 July 1953
by the Deputy Director (Support) and was called the Medical-Security-
Personnel Panel. The operations of this Panel were revieﬁed in late
1961 end the directive vas up-dated and reissued as of 22 Jamuary 1962.

The directive is from the Deputy Director (Support) to the Director of

,vPersonnel Director of Security, Dlrector of Training, and Chief,

II

Medical Staff. As of that time the name of the Panel was changed to
Applicant Review Panel. ‘ '
Purpose

The current. purpose of the Applicant Review Panei is set forth in the
following statements from the governing directivé: "It is imperative
that the Offiées of the Deputy Director (Support) which participate in
applicant processing sctivities properiy fulfill thelr responsibilities
for ensuring effective selection procedures. . It‘is Important that
information which may lead to the decision that an individual‘applicant

is not suitable for appointment be pooled and co-ordinated among these

offices and subjected to systematic evaluation before a decislon affecting

appointment is made. The type of information referred to is information
relating to an individual's suitability for Agency employment incidental
to that normally developed by a support component to enable it to apply
the employment standards for which it has primary responsibility. Such
information may not, of itself, Justify a decision to reject an applicant

or to separéte a provisionally cleared sppointee. However, it mey acquire
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significance when related to information developed by other support
components.” |
III Menmbership
The Appliéa.nt Review Panel consists of representatives designated
by the Director of Per\sonnel,.Director of Se/curity, and Chief, Medical
Staff. These offices ai‘e responsible for presenting pertinent information
to tﬁe Panel. >The Chief, Assessment and Evaluation Staff, Medical Staff,
1s responsible for bringing to the a.'bten‘cion of the Panel information
developed by that Staff concerning the intellectual capacities, aptitudes,

or personality characteristics of an individual under consideration. The

‘representative of the Director of Personnel serves as the Chairman. The
Panel meets} weekly, and the Special Activities Staff, Office of fersonnel,
pzjovidcs ‘the necessary support. |

IV  Modus Operandi ,

In connection with its consideration of a case, the Panel recommends
continued processing, further review by one of the support offices con-
cerned, or cancellation of further processing on suitability grounds.

In the latter contingency, the Chairman of the Panel mekes & report a.nd
recommendation to the Director of Personnel whose decision is usually
final. In certain non-clerical cases, the Director of Pe_rsonnel, i1f he
" deems it appropriate, may consult with the Head of the Career Service con-
cerned before é final, decision onvthe cancellation processing is made.
v Statistics

For the first 10 months of calandar year 1964, the Applicant Review

25)(1 . Panel consideredIZlca ' ) cving[lof these cases gpd reaiandine 25X1
SECHET | 5BX1
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-3 ;
or suggesting the withdrawal of|:| of fh'e total number of cases, 25X1
. 25X1 approximately I:lwere temporarily deferred for further review by one

or more of the support offices.
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PERSONNEL EVALUATION BOARD

I History _

The forerunner of the Personnel Evaluation Board was known as the
Agency Disposition Board and vas established in January l95h, primarily
for the purpose of considering employee cases involving.seriOug

‘ psychiatric problems. It was determined at the outset that, due to
the sensitive nature of the cases involved, the existencé of this Board
should not be publicized by Agency fegulation. This line of reasoning
has continued ﬁhen the name>of the Board was changed to Personnel '
Evaluation Board and the scope of its responsibilities broadened by
DDCI directive dated 13 March 196k. |

II Purpose
The Personnel Evaluation Board is responsible for advising the Director ﬁ

A

~

of Personnel on the most serious cases involving questions of suitability 7
for Agency employment. The Board is not designed to relieve Agency super-
visors of their inherent supervisory responsibility for evaluating work

P

performance or on-the-job behavior of their employees, but is desigﬁed to

consider and to advise the_Director of Personnel on the handling of cases
of general suitability and off-the-jéb conduct. The 13 March 1964
directive enjoined the Board, when requested by the Director of Personnel
to do.so, to consider not only cases involving doubt as to an employee's
mental health, but also cases of suitability ihvolving such problems as
excessive indebtedness, unﬁsual marital or domestic &ifficulties,

excessive consumption of alcohol, and so forth.

ArAnry
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IITI Membership
The Persqnnel Eva.luation Board is composed of the following:
Chairman, Director of Personnel; Permanent members, Director of Security
and Chief, Medical Staff; temporary members, Head of the Career Service
having .jurisdictibn over the employee or the former's designee and the
Chief of the employee’s office or Division, as sppropriaste; advisors, ‘ .
General Counsel and the Director of Finance. The Personnel Evaluation _ '
Board meets a,:t'; the call of the Chairman. / :
IV Modus Operandi . : ' s :
Agency supervisors and officials are directed to.bring to the attention ;
of the Director of Personnel for review and, at his req,ueét s for con- t
sideration by the Board any and all employee cases which.may come to |
their attention in which there is eny question of suitability for
continued Agency employment. "After a careful consideration of the casge,
the Board normally advises the Director of Personmel as to a suggested

course of action. TFollowing the meeting, the Office of Personnel, through

the Special Activities Staff, attempts to dispose of the case in a menner

consistent with the course of action recommended by the Board and approved
by the Director of Personnel. Such cases are normally resolved through
resignation, termination or disability retirement.
V Statisties
In the first ten months qf ca.lepdar year 1964 the Personnél Evaluation
Board (or its predecessor) met 11 times and considered a total of |:|cases. 25X1

Of this numberDresigne{d from the Agency, |:|were retired for reasons of 25X1
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25X1 disability, Dwere reassigned, and the remaining cases were suspendeé for
further review. | | '
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! o OVERSEAS CANDIDATE REVIEW PANEL

I History

The Oversea§ Candidate Review Panel was originaily established in 1957
by the Director of Personnel, and was then kﬁown as. the Overseas Evaluation
Panel. The Panel was initially charged with responsibility for reviewing I

- gquestions of suitability for overseas assigmment involving professional em-

ployees..»In 1959 the Director of Personnel broadened the scope of the Panel
to ineclude clerical as- well as professional candidates for overseas assign-
ment. Effective 13 December i96l, the Panel was established on the basis :
of Agency Regulation and given the designation Overseas Candidate Review ‘ |
Panel. At that time.its scope was further broadened to include all Agenby_
employees proposed4for overseas assignment regardless of.office or Career
Service having jurisdiction.

II Purpose
The purpose of the Panel is most concisely set forth in Headquarters

25X1 Regulation "The overseas activities of the.Agency are of such im-

portance that every effort must be made_to ensure that any questions regarding ;
suitability ofvemployees for aséignment to those activities are resolved ‘
before assignment. All Agency elements sharing the responsibiliéy for as-

signing employees to overseas activities must be diligent in‘defermining‘

employee suitability and to this end must cooperate and coordinate to the

fullest extent possible. Information available to one element which, of

itself, does not support a unilateral decision agalnst overseas assignment

25X1
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-whether or not the degree of risk or expense to the Government, or the burden

-presentatives designated by the Deputy Directors may be invited to participate '

.assignment.
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may. acquire significance when evaluated in connection with informetion pos-

sessed by other elements. Also, there may;be' considerations, such as -those

.involving .an. employee s fa.mily » which may transcend. the responsibility of

the Career Service concerned a.nd vhich must be.carefully weighed. to. determine

on the statlon or the overseas community can be _Justified."

Membership v . ' |
The.Overseas Candidate Review Pia.nel conslists of‘ members deslignated by, the

Director of Personnel, Director of Security, emd Chief, Medical Staff. Re-

.in Panel meetings when matters to be discussed warrant such consideration.

The .Penel member designated by the Office of Personnel serves as. Chalrman.

The Panel meets ‘weekly, usually in conjunction with the ,meetings of the

Applicent Review Panel.

Modus .Operandi

The files of employees nominsted for overseas assigmment are screened by

. the offices represented on the Panel and, if a question of suitability arises

‘involving either the individual or his family which .cannot be resolved uri-

lateraly. by one of the participating. offices on .the basis of Information .
available to it, the case then 1s placed on.the agenda for discussion. The

Panel's recommendatlons are reported to the Director of Personnel, who is

-:responsible for reviewing the findings and for informing the Head of the.ap-

propriate Career Service 1f he determines that a question.exists about the 25x1

suitability for an employee or his .de_pendents. for the proposed overseas
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V Statistics
During the first ten months of calendar year 196k the filesof| |  25X1
‘candidates for overseas assigmment were screened, and| |of these cases 25X1
~ .were presented for Panel review. .Of the cases presented, the Panel 25X1
25X1 . |
) recommended the approval .of |:|from -8 sultability point of view and.the
25X1 disapproval or withdrawel of |auch cases, As of the end of the reporting :
25X ' period,Dcases ‘were temporarily deferred for further review.
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